The article is seeking to answer these questions: what factors function as motivators and enhance teacher job satisfaction and which of the motivators are manifested at school? These questions are significant from a theoretical as well as practical point of view. The research problem addressed in the article encompasses three fields and is revealed in three parts of the article. The first part analyzes the notion of teacher job satisfaction and influencing factors. The second part is dedicated to the research methodology of motivators influencing teacher job satisfaction: criteria and indicators are identified. The third part provides the analysis on the data of written survey, which display the level of teachers' job satisfaction, job satisfaction and work activity motivators and which motivators manifest at school.
Introduction
Research on job satisfaction is usually carried out according to the requests of enterprises in order to find out the level of job satisfaction of the staff. Teacher job satisfaction has also been researched from different standpoints and applying different variables. Lobosco and Newman (1992) researched job satisfaction of teachers in the field of special needs pedagogy; Billingsley and Cross (1992) analyzed correlations between teachers commitment to teach and job satisfaction; Garett (1999) studied teacher job satisfaction in developing countries; Klecker and Loadman (1999) studied the correlation between teacher job satisfaction and teacher work experience; Ronit (2001) researched the influence of the style of leadership on teacher's job satisfaction; Zembylas and Papanastasiou (2004) carried out research on teacher job satisfaction in the schools of Cyprus; Butt and Lance (2005) analyzed correlation between teacher's workload and job satisfaction. Research on teacher job satisfaction has also been carried out in Lithuania. Rupsiene and Gustiene (2005) analyzed job motivation of gymnasium teachers; Rybeliene (2007) researched the correlation between teacher job satisfaction and subjective psychological wellbeing; Laurinaityte (2008) researched job satisfaction of gymnasium teachers and college lecturers in relation to their personality traits; Astrauskaite (2009) analyzed the relation between teachers job satisfaction and harassment from the side of their colleagues.
The data of Teaching and Learning International Survey TALIS (2009) show that Lithuanian teacher job satisfaction index is 3 (out of possible 4 points). According to this index Lithuania only overtakes Hungary, Slovakia, Brasil and Mexico, but concedes to other 18 participant countries. The research of Lithuanian scholars aimed to determine the factors promoting teacher job satisfaction, but it has been fragmentary, oriented towards a specific aspect and the collected data have not been sufficient to explain TALIS0 F 1 research results: why are Lithuanian teachers less satisfied with their job than their colleagues in other countries?
Research based on holistic and systemic approach to the factors influencing teacher job satisfaction have not been carried out; there has not been sufficient research on the motivators and their manifestation or characteristics in Lithuanian schools, where teacher job satisfaction index is at the bottom of the rating list. These questions are significant from the theoretical as well as practical point of view; they define the research problem addressed in the article.
The aim of the article is to reveal the motivators of teacher job satisfaction.
The methods of research literature analysis and written survey have been applied. The data analysis has relied on descriptive statistics and correlation analysis.
The article consists of three parts. The first part analyzes the notion of teacher job satisfaction and influencing factors. The second part is dedicated to the research methodology of teacher job satisfaction influencing motivators: criteria and indicators are presented. The third part presents the analysis of written survey data, which display the level of teachers' job satisfaction, job satisfaction and work activity motivators and motivators manifested at school. common attitude of the individual towards the job. If people are very satisfied with their job, their attitude towards the job is positive; on the contrary, if they are dissatisfied with their job, their attitude is negative. Job satisfaction is a significant factor of job and needs satisfaction and is considered a result of motivationmotivated employees estimate their work positively. According to Sarkiunaite and Gaputiene (2006) , job satisfaction expresses the adequacy between expectations and remuneration that a person receives working in an organization. Job satisfaction is defined as a pleasant or positive emotional state conditioned by the attitude towards the job or performed work or as a sum of positive individual attitudes towards the position held or the job itself (Seta, Paulus and Baron, 2000). Pagojute (2006) defines job satisfaction as an integral value consisting of satisfaction with various work objects, subjects and phenomena. Teacher job satisfaction can be defined as an emotional ratio between oneself and the teacher's role. Job satisfaction arises out of the ratio between what is expected from the job and what is obtained. Teachers value the possibility for growth, interpersonal relationships with students, intellectual side/aspect of education, autonomy and independence (Zembylas and Papanastasoiu, 2004) .
However, there is also the negative side of the teacher's job. Research shows that in many countries teachers often suffer from pressure, stress and fear which causes damage to teachers' health, they also suffer from job dissatisfaction and often change it. Riemann's (2006) list of the most stressful jobs was topped by teacher's profession. The biggest stress is caused by several work aspects that are not directly related to teaching or pedagogic activity: these are various reports, plans, abundance of roles and low salary. Different scholars define factors that influence job satisfaction differently. Robbins (2003) points out the factors that determine job satisfaction: job or job content that requires mental effort, adequate payment, favourable work conditions, supportive colleagues. The above-mentioned factors reveal the correlation between employee's behaviour and organization. Consequently, job satisfaction depends not only on the organization but also the employee. Ashraf (2010) notes that men and women, young and elderly people can be satisfied differently. According to the scholar, job satisfaction is determined my the system of payment, work content, work conditions, management system, age and gender. A large number of scientists have researched job satisfaction from the point of view of demographic aspects: gender, level of education, age, marital status and work experience. Researchers have discovered that job satisfaction is also influenced by the size of an organization, number of employees and image of the company. Furnham (2005) claims that job satisfaction is determined by age, gender, position, work experience, education, salary, application of skills, occupational compatibility. Boselie and Wiele (2002) emphasize the quality of management, salary, co-operation inside the division and intention to leave the organization. The two factor theory of job satisfaction by Herzberg (cited by Juceviciene, 1996) emphasizes the following job satisfaction (dissatisfaction) factors: work itself, responsibility, recognition, promotion possibility, growth possibility, achievement possibility, company policy and administration, quality of supervision, relationships between the boss and the subordinates, salary, working conditions, relationships with peers (co-workers), personal life, status, security.
According to Minkute-Henrickson (2000) , Herzberg has identified that job satisfaction of employees largely depends on (positive factor) work itself, responsibility, achievement, recognition, promotion and growth possibilities, whereas dissatisfaction (negative factor) depends on company policy and administration, quality of management, salary, relationship between the boss and the subordinate, working conditions, relationships with coworkers, personal life, status and shortage of safety. The factors of dissatisfaction (Herzberg refers to them as 'hygiene factors') encompass all that determines the environment of the activity. Positive evaluation of these factors in itself does not enhance satisfaction of the activity, but only eliminates dissatisfaction. The factors of satisfaction (motivators) -victory, recognition etc. -encompass all that is related to the content of activity and its results. Herzberg's classification of factors into hygiene factors and motivators was chosen as an important methodological concept. Herzberg's theory was applied in Lithuanian organizations (Juceviciene, 1996) and showed that even though the theory works, the distribution of some factors turned out to be different. For example, in Lithuania some hygiene (supportive) factors manifested a motivational effect, whereas some motivators manifested a hygiene effect. This depends on specific conditions of the environment. Herzberg's theory and classification of factors into hygiene and motivators was also applied in order to highlight teachers' job motivators. Hygiene factors and motivators characterized by Herzberg were supplemented by main concepts of motivation theories of other authors (Maslow, 2009; McClelland, 1984 Juceviciene, 1996). Consequently, the criteria of job satisfaction were distinguished and classified into groups of job satisfaction factors (Hygiene factors and Motivators) which were subdivided into eight criteria. The group of hygiene factors encompasses physiological, safety, social and affiliation factors, the group of motivators joins power, respect, achievement and self-actualization factors. On the basis of the above-mentioned criteria the indicators were formulated, later on -the statements in the research instrument. The whole system of characteristics, criteria and indicators is presented in Table 2 .
The research presented in the article aimed to: 1) estimate the distribution of the most influential factors from the most influential to the least influential; 2) estimate the general level of teacher job satisfaction; 3) highlight the motivators of job satisfaction; 4) highlight the motivators which encourage teachers to work better and are/are not characteristic of themselves or their organization.
Method
The method of (data collection) was written survey. Taking into consideration the analysed theoretical assumptions, original non-standardized questionnaires were constructed. 
Sample
The sample consisted of teachers of comprehensive schools of Kaunas city and Kaunas district municipalities. According to the data of Statistics Department, in 2009-2010, the comprehensive schools of Kaunas city municipality employed 3710 teachers and principals, whereas the comprehensive schools of Kaunas district municipality employed 930 teachers. The total population of respondents was 4640. Therefore, the sample equals to 355 respondents, or n = 355 (when probability is 95 percent and bias 5). According to the proportion of employees in the city and district municipality, the researchers had to survey 89 teachers from Kaunas district municipality schools and 266 teachers from Kaunas city municipality schools. The sample of research was 298 teachers; 90 percent of them women and 10 percent were men; teachers in the age group of 40-50 predominating (37,6 percent), younger than 40 and older than 50 constitute similar groups (27,9 percent and 23,5 percent respectively).
The smallest part of the respondents (11,1 percent) belong to the age group of 18-29; 33,6 percent of the respondents in the research sample are teachers whose work experience is 10-20 years, another large group (27, 5 percent) work at school from 20 to 30 years. The largest part of respondents hold bachelor's (53,4 percent) or master's degree (40,9 percent). The largest part of respondents (84,9 percent) are not involved into managerial work, they are subject teachers. Distribution of respondents according to geography: 72,8 percent of respondents represent the city, 27,2 percent represent the district. According to the school type, the research sample is predominated by secondary school teachers (56 percent), 26 percent work at gymnasiums, the remaining 18 percent in comprehensive and elementary schools.
Manifestation of teacher job satisfaction motivators: research results and interpretation
Evaluation of four job satisfaction motivators. The respondents were requested to rank presented factors according to the significance to their personal job satisfaction. Two most important motivators emerged (Figure 1 ): 'fair remuneration' (34,9 percent) and 'work requiring mental effort' (33,6 percent); 24,5 percent of teachers indicated 'supportive working conditions' as the main factor, while 7 percent of respondents chose 'supportive co-workers' as the main factor. On the grounds of the main methodological concept -Herzberg two-factor theory (hygiene factors and motivators), fair remuneration, supportive working conditions and supportive co-workers were attributed to hygiene factors, while work requiring mental effort -to the motivators. Research results show that teachers consider factors from hygiene and motivator group to be equally important. Despite the most significant 'fair remuneration' factor, 'work requiring mental effort' factor was estimated similarly. In conclusion, the hygiene factor 'fair remuneration' functions as a motivational factor for teacher job satisfaction. Interestingly, 'work requiring mental effort' was evaluated ambiguously. On the one hand, it is in the second place among the most significant factors providing job satisfaction (33,6 percent of the respondents). On the other hand, almost as many respondents ranked it as the weakest factor providing job satisfaction (31,2 percent). This kind of distribution could have been determined by factors such as gender, age, education, work experience, pedagogic qualification or position, therefore it was important to evaluate the differences between job satisfaction factors and the abovementioned factors.
Non-parametric Kruskal-Wallis test was applied to estimate statistic significance of differences between the researched groups (according to characteristics of gender, age, education, work experience, school type, pedagogic qualification and position). It was established that age and work experience of the respondents determined different evaluation of the factor 'work requiring mental effort' (Table 3) .
This factor is the most significant to young teachers from the age group of 18-29, with least work experience. Young teachers are willing to do more complex interesting work which requires more responsibility and is rich in content; young teachers evaluated good working conditions, relationships with co-workers or salary as less significant.
Evaluation of overall job satisfaction. Having evaluated teachers' opinion on what factors most and least influence job satisfaction, it is important to establish the overall level of job satisfaction.
The research showed that a little more than half of teachers feel satisfied with their job; 37 percent are partially satisfied. An assumption was made that the level of teacher job satisfaction may differ depending on their gender, age, education, work experience, pedagogic qualification and position. In order to verify the assumption and evaluate statistic significance among the groups of teachers, non-parametric Kruskal-Wallis test was applied.
Having evaluated the differences among groups according to age, work experience, education and position, statistically significant differences were not detected. However, statistically significant differences were observed between the level of teacher job satisfaction, qualification and school type (Table 4 and Table 5 ) which showed that most satisfied with their job are teachers supervisors and gymnasium teachers.
Evaluation of job satisfaction motivators. Diagnostic part of the questionnaire presented 36 statements. The respondents were requested to answer how much the presented statement influenced their job satisfaction. The diagram in figure 3 reflects the rating of fourteen most influential job satisfaction factors.
The research showed that the first ten positions in the rating are taken by hygiene factors and motivators in equal proportion (5:5). Almost half of the questioned teachers (47,3 percent) indicated 'termless work contract and preservation of workplace in the period of change' as the most important factor that influenced their job satisfaction, i.e. teacher job satisfaction is most strongly influenced by security of the workplace (safety needs). Present problems However, job satisfaction depends not only on the context, the environment, but also teachers themselves. Approximately 43 percent of teachers indicated respect of students and wish to be a teacher as two very strong motivators of job satisfaction (2-3 positions in the rating). The results show that teacher's profession has not lost its main idea -in order to teach somebody, unveil their powers, motivate and so on, a person should feel a vocation to be a teacher. While analyzing the notion of job satisfaction and the factors that influence it, it was emphasized that teachers do not feel safe at school. The stress is caused by many things: additional work, uncertainty in the period of change, aggressive student behaviour and other factors. The results proved this fact, because favourable psychological climate as a significant job satisfaction motivator was indicated by 41 percent of the respondents (the 4 th position in the rating). The factors presented in the sixth, seventh and eighth positions belong to the group of motivators and emphasize the prestige of teacher's work, results and confidence in their knowledge and competence. It means that teacher's job appreciated by society has influence on job satisfaction. A number of respondents indicated that job satisfaction is strongly influenced by work results (satisfaction of achievement needs). The data show that confidence in one's knowledge and competence (need for respect) is a strong motivator of job satisfaction.
The statements presented in the ninth and tenth positions belong to the group of hygiene factors. Teachers consider adequacy between the salary, effort and good working conditions as significant.
Factors related to the quality of management were also indicated as significant for job satisfaction: 35,2 percent of the respondents indicated that their job satisfaction is strongly influenced by the factor 'The principal's/manager's confidence in employees, sharing of roles, encouragement of employee initiative' which reflects organization's policy and quality of management; 34,9 percent of the respondents claim that relationships with the boss is very important, they indicated the factor 'The style of leadership mostly satisfying the needs of employees'. The research searched for statistically significant relations among the above-mentioned factors and the level of job satisfaction ( Table 6 ). The results have showed that the strongest statistically significant link exists between the level of job satisfaction and overall psychological climate of organization and working conditions. Weaker correlative links exist between level of job satisfaction and organization's policy, the quality of management and relationships with co-workers, position, work results, vocation and the wish to be a teacher.
In the process of designing the research instrument, groups of job satisfaction factors (hygiene factors and motivators) were sub-divided into eight criteria (physiological, safety, social, affiliation, power, esteem, achievement and self-actualization needs) on the basis of which the statements in the research instrument were formulated. The manifestation of job satisfaction factors has been analyzed not just on the level of single variables but also after joining the factors into theoretically grounded scales depicting the manifestation of each group of the needs. Table 6 Correlation between job satisfaction and motivators of job satisfaction Having performed the analysis on the level of scales, it was established that teacher job satisfaction is mostly influenced by physiological factors (working conditions, promotion and salary). The second position in the rating is taken by factors of needs for growth, work content and vocation. Safety factors such as overall psychological climate in the organization, help from the organization, quality of personal life and job stability take the third position in the rating. Factors of achievement and social factors take middle positions in the rating, their values amount up to ~75 percent. According to the opinion of 71 percent of the teachers, the position, education, prestige, status, age and autonomy (independence) determine job satisfaction (factors of esteem). A similar number, i.e. 70,1 percent of the respondents, consider affiliation to a group as very important, i.e. group work and actual possibility for co-operation. The lowest position among motivators is taken by the need for power which are important to less than half of respondents (47 percent) and reflects evaluation of coded statements of influence on others and recognition. These results sustain the conclusion that hygiene factors (physiological and safety) also have motivational effect on teacher job satisfaction.
Emphasis of factors which would encourage teachers to work better. The respondents were requested not only to evaluate the influence of each factor on their job satisfaction, but also if this factor encouraged or did not encourage them to work better and if it is characteristic/not characteristic of their organization. The research results show that only two factors 'Possibility to supervise co-workers (during a project or an event)' and 'Possibility to contribute to events organized by coworkers' were evaluated as less encouraging to work better (indicated by 53 percent and 66 percent of the respondents). Other factors as encouraging to work better were indicated by over 70 percent of the respondents. The diagram ( Figure 5 ) presents the rating of factors which were indicated as encouraging by more than 90 percent of the respondents.
The first three positions in the rating focused on statements that coded physiological factors: 'Good condition of the office, supply with necessary instructional aids, flexible timetable, holidays', 'Various financial incentives for performed work: bonuses, reimbursement of telephone bills, commuting expenses' and 'Adequacy between salary and efforts'; 82,2 percent of the teachers indicated that their organization provides good working conditions. However, financial incentives, adequacy between the salary and efforts are not characteristic of researched organizations. The quality of management showed to be very important: 96,3 percent of the teachers think that they would be encouraged to work better if the style of leadership would correspond the needs of teachers. More than half (55 percent) of the teachers claimed that it is characteristic of their organization, the remaining 45 percent claimed that it is not characteristic. The teachers would be encouraged to work better by high achievements of their students: examinations passed with high grades, nationwide evaluations; 96 percent of the teachers agreed with this opinion and 70 percent of them indicated that it works in their organization; 95 percent of respondents indicated understanding of one's worth, confidence in their knowledge and competence, respect of students and the importance of independence in planning their activity as a motivator. The teachers would be encouraged by trust of the chief, sharing of roles and promotion of employees' initiative, favourable psychological climate among coworkers -these statements were supported by 95 percent of the teachers. The factors that were indicated as just manifested in organizations rather than motivating for better work are also worth mentioning.
The statement 'Possibility for growth, joy of discovery, permanent development of competence' as characteristic of their organization was selected by 95 percent of the respondents, whereas 93 percent indicated it as a factor encouraging to work better. The statement 'Independence Figure 5 . Rating of factors encouraging teachers to work better indicated by over 90 percent of the respondents during lessons, possibility to plan one's activity' was evaluated similarly. The statement 'Knowledge of the subject, didactics, daily proper preparation for lessons' was evaluated with the difference of 6 percent: 98 percent of the respondents claim that it is characteristic of them, whereas 92 percent -that it would motivate them to work better. These results reveal a somewhat controversial situation. Zembylas and Papanastasoiu (2004) note that teachers value the possibility for growth, interpersonal relationships with students, the intellectual side/aspect of education, autonomy and independence. These ideas support Herzberg's theory about motivators and their effect on job satisfaction. The results show that in the organizations of the teachers in the research sample there were preconditions for manifestation of the motivators, however, they do not work as motivators for a small part of the respondents. In order to identify the reasons for the obtained results, a more comprehensive research of the teachers' attitude towards the motivators should be carried out.
Motivators such as loyalty to the organization, monetary support, support of co-workers in cases of distress, also work experience of many years were evaluated as characteristic, but not as encouraging to do better work.
What do the results of the research show? Theoretically, financial incentives and salary that are attributed to the group of hygiene factors, are very strong motivators. However, around 70 percent of the respondents claim that manifestation of these motivators is not characteristic of their organization. Teacher's profession is not a prestigious one, as claimed by 57 percent of the respondents, although, 92 percent of them indicate that it is a strong motivator; 96 percent of the respondents consider the style of leadership a strong motivator, yet 45 percent claim that it is not characteristic of their organizations. The results show a large discrepancy between motivators of job satisfaction and their manifestation in schools. On the other hand, there are motivators considered theoretically strong, e.g. possibility for growth, interpersonal relationships with students, intellectual side/aspect of education, autonomy and independence, the manifestation of which in schools was confirmed by 95 percent of the respondents. However, they are considered motivators by 6 percent smaller number of the respondents. The controversy that the motivators influence job satisfaction less and the hygiene factors become stronger motivators can explain why Lithuanian teachers are less satisfied with their job than their colleagues in other countries.
Conclusions
1. The research has showed that the tenth of the teachers in the sample are very satisfied with their job, half of them -satisfied. Even though the results reflect the opinion of teacher population of one city, they correspond and support the research results of OECD Teaching and Learning International Survey (TALIS) -the level of satisfaction is not the highest possible. 2. Teacher job satisfaction is determined by satisfaction of physiological, self-actualization and safety needs. The research showed that factors of esteem and power/authority are weak motivators. Physiological and safety needs are ascribed to the group of hygiene factors; however, they work as strong motivators for the respondents of this research. Financial incentives and salary, even though theoretically have been ascribed to the group of hygiene factors and are considered very strong motivators, manifestation of these factors is not characteristic of the organizations of the respondents in the survey, and therefore, the shortage of it reduces teacher job satisfaction. 3. Factors of self-actualization function as strong motivators and enhance teacher job satisfaction. It should be emphasized that the manifestation of these motivators in schools was confirmed by a large number of respondents. A controversy emerged showing that manifestation of these factors was confirmed by a larger number of teachers than the number of those who consider them motivating. The difference in the number is small but it shows that, in the research sample, there are teachers who treat these factors as weak motivators. 4. Although theoretically attributed to the group of hygiene factors, financial incentives and salary are very strong motivators. However, the manifestation of these factors is not characteristic of schools.
Teacher's profession is not a prestigious one but it is a strong motivator. 
